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Rationale 
 
1) The dual-career dilemma is pervasive. As departments strive to recruit and retain the most 
sought after talent in the Academy, they are regularly confronted with the challenge of finding 
professional and academic accommodations for spouses and partners.  This situation is not 
unique to Columbia. A 1996 survey estimated that 80% of faculty members have partners who 
are employed professionals.i In their May report, HarvardÕs Task Force on Women Faculty 
recommended the establishment of a University Dual-Career Program in the Office of the Senior 
Vice Provost.ii The American Council on Education also recently recommended that institutions 
provide assistance to new faculty hires with partner employment needs.iii  
 
2) Meeting the needs of dual-career couples will lead to a more diverse institution. Studies 
indicate that the dual-career dilemma is most likely to arise in efforts to recruit women, 
particularly women scientists. Women scientists are more likely than their male colleagues to be 
married to other scientists, and they are more likely to be married to older scientists.   62% of 
married women with science PhDs have husbands who also have science PhDs, while only 19 % 
of men with science PhDs have wives with science PhDs.iv Not having a strategy for 
accommodating dual-career couples can affect a departmentÕs ability to recruit women.  
 
3) Yet, special accommodations for partners can lead to resentment in the department.  A 
2004 dual-career study at Virginia Tech, an institution with a dual-career policy, found that the 
receptivity of co-workers to spousal hires varied substantially by department.v  Spouses and 
partners felt the least comfortable in departments with no previous dual-career hiring experience.  
 
4) A dual-career policy is not a panacea.  Universities employ a wide range of dual-career 
policies and practices.vi A survey of 360 universities found that policies can help, but the impact 
of these policies is not entirely clear.vii Of those institutions with policies, 73% reported finding 
jobs for fewer than half of those they attempted to assist, compared to 88% of institutions 
without policies. A commitment of central administration resources seems to make a difference, 
but there are at least three variables that make each case unique: the seniority of the initial target 
of recruitment or retention, the needs and qualifications of the spouse or partner, and the 
availability of department resources. Every case is different and every position is hand-crafted.  
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5) Language matters. Phrases such as Òpartner placementÓ and Òtrailing spouseÓ imply 
reluctance and are inherently belittling. Wolf-Wendel et. al suggest the use of ÒaccompanyingÓ 
instead of ÒleadingÓ and Òtrailing.Óviii  
 
6) There are best practices we can adopt from our peer institutions. STRIDE looked to 
ColumbiaÕs peer institutions to identify effective and creative practices for accommodating 
partners (see Table 1).   Informal interviews with administrators from five peer institutions 
revealed two distinct approaches to managing dual-career cases: centralized and ad-hoc.  The 
latter is currently the norm at Columbia. Department chairs often and understandably feel 
encumbered in this setting.  They usually have to scramble to find employment opportunities for 
the partners of candidates they are trying to recruit, especially if the partner seeks employment 
within Columbia. 
 
In contrast, Stanford and Princeton, for example, have a more centralized coordinating 
mechanism.  At both institutions, there is a designated faculty ÒbrokerÓ who works with the 
administration and the departments to cultivate job opportunities for spouses and partners and 
helps to bring to bear university/central administration resources in a timely manner. The brokers 
at Princeton and Stanford are both distinguished faculty members (see Table 1). 
 
Attempts to accommodate partners can be futile if the partner does not feel wanted by the 
institution. Even the most lucrative offer can be permanently tainted by the appearance of 
reluctance or insincerity. This sort of climate can also give rise to pent-up resentment and 
marginalization.ix The broker is able to proactively contact partners and act as their advocate 
throughout the recruitment process. 
 
Centralized coordination involves internal and external outreach.  New York has a wide range of 
employment opportunities, but breaking into the local job market can be an intimidating process. 
A broker would have access to a network of other institutions in the region to help with job 
placement. Vice Provost Jean Howard has been in contact with the New York Academy of 
Sciences and with her counterparts at peer institutions to explore the feasibility of creating a 
Higher Education Research Consortium (HERC) for the New York area. HERCs are regional 
networks of academic employment opportunities.  While not solely focused on spouses and 
partners, HERCs are intended to be a resource for spouses and partners seeking academic 
employment.    Examples of HERCs include: 

 New Jersey HERC (www.njherc.org) - membership consists of nine community colleges 
and 19 universities, including Princeton University, Rutgers University, and Montclair 
State University.  

 Southern California HERC (www.socalherc.org) - membership consists of nine 
community colleges and 18 universities, including Cal Tech, USC, and UCLA. 

 Northern California HERC (www.norcalherc.org) - membership consists of ten 
community colleges and 15 universities, including Stanford, Berkeley, and four other 
University of California schools. 

Vice Provost Howard is also exploring the feasibility of developing links with the New Jersey 
HERC. 
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Recommendations 
 
These efforts, if implemented in concert, will significantly increase the legitimacy of dual-career 
hiring at the University. 
 
1) Establish a centralized coordinating mechanism for dual-career cases. This model appears 
to be a more effective way of 1) negotiating across departments, 2) ensuring institutional 
ownership of faculty recruitment and retention, 3) expediting the recruitment process and 
mitigating bureaucratic fatigue, and 4) ensuring that the accompanying partner or spouse actually 
feels wanted.  
 
2) Designate a broker within the Office of the Provost with appropriate credibility and 
influence. The position should be appointed by the Provost and supported by the Deans. It 
should have an appropriate title such as ÒSpecial Advisor for Faculty Development.Ó Facilitating 
dual-career negotiations would only be part of a larger mandate to strengthen faculty recruitment 
and retention.  In this role, the broker would have relationships with those who can address the 
other concerns that often arise during the recruitment process (e.g., the cost of real estate, access 
to good schools, etc). The broker would work closely with Deans and department chairs as 
specific cases arise. Cases that arise during the recruitment or retention of senior-level officers of 
instruction should be considered, as well as research and junior cases. By approaching dual-
career hires on a case-by-case basis, a broker can utilize all of the options available (see Table 2). 
 
3) Provide the broker with the resources necessary to cultivate opportunities inside and 
outside of Columbia. The person in this position should have the ability to secure resources at 
multiple levels, including bridge funding, from the Office of the Provost down to the department. 
A dedicated fund would only help legitimize the position and the mandate. In addition, the 
position will require some level of administrative assistance, depending on the caseload. 
 
4) Pursue the establishment of a Higher Education Research Consortium for the New York 
area. Such a consortium could open up a wide range of job opportunities for spouses and 
facilitate timely offers to spouses. 
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TABLE 1  
 

Examples of Accommodation Practices for Partner Hiring & Retention at 
Peer Institutions 

 
After interviewing administrators at the following institutions, it became clear that Stanford and 
Princeton had the most effective system of coordination.  HarvardÕs Task Force on Women 
Faculty also identified Stanford and Princeton as leaders in the area of targeted, dual-career 
appointments in their May 2005 report. 
 

Institution Broker  External Resources 
Stanford Prof. Robert Weisberg, Special Assistant 

for Faculty Recruitment &  Retention (Prof. 
of Law, faculty member since 1981; advises 
the Provost on appts and promotions) 

Bay Area Higher Education Research 
Consortium 

Princeton Prof. Joan Girgus, Special Assistant to the 
Dean of the Faculty (former chair of the 
Psych dept.; !  time dual-career, !  time 
diversity) 

New Jersey Higher Education 
Research Consortium 

Cornell Prof. Robert Harris, Vice Provost of 
Diversity & Faculty Development 

Betsy Hillman, Dual-Career 
Consultant for the HR Recruitment 
& Employment Center  

NYU No designated broker Ð chairs usually 
negotiate; Provost and /or Deans 
occasionally intervene for senior hires 

None 

Yale No designated broker Ð chairs usually 
negotiate 

None 

 
Although Cornell has an active dual-career program with a full-time outside consultant, their 
program was designed to help spouses and partners find employment opportunities in a primarily 
rural area (Ithaca, NY). 
   
Brokers at all of these institutions secure funding for partner positions on an ad hoc basis (i.e., 
there is no designated fund for partner hires), but most use bridge funds when necessary.  
Stanford allows departments to use the faculty diversity fund  - 1/2 of a faculty line - for spouses 
and partners of women and minority candidates.  Princeton also approaches the funding issue on 
a case-by-case basis, using bridge funds only when the departments involved do not have the 
necessary resources.   
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TABLE 2  
 

 A Roadmap for Identifying Opportunities for Academic Partners and Spouses 
 
This table is a compilation of findings from higher education literature and information gathered from an informal 
survey of practices and policies at peer institutions. 
 

Conditions Policy Pros Cons 
Dual-career hiring 
fund 
- cost-share between 
depts & the 
administration 
-Dean or other central 
figure coordinates 
between depts. 
 
e.g. Purdue ÒBridgeÓ 
Program, Georgia Tech  

- Multiple funding 
options: each dept can 
contribute or it can be 
solely funded by the 
administration 
 
- Central coordination 
can increase equity & 
decrease turnaround 
time (Norrell &  Norrell 
1996) 

- Requires buy-in &  investment from the 
depts & the administration 
- Public good problem: some depts will 
benefit more than others 
- Risk of backlash from other members of 
the dept  
- Requires complete buy-in from the 
receiving dept 
- Source of funding for lab, equipment, &  
other start-up costs has to be determined 
- Applicant pool of 1 

Partner 
seeking job 
in same or 
another 
dept. 

Cost-share 
Lead dept pays 1/3, 
receiving dept pays 1/3, 
Provost pays 1/3 

- Only depts that 
benefit have to pay 
- Funding can be 
temporary 
- Financial incentive 
for receiving dept 

- Requires buy-in from the Provost & 
receiving dept. 
- Requires acceptance of extra cost by the 
lead dept 
- Source of funding for lab, equipment, &  
other start-up costs has to be determined 
- Applicant pool of 1 

Both 
qualif ied for 
same 
position in 
same dept. 
and willing 
to share one 
position 

Job-sharing 
1 single position, each 
partner receives "  
salary 
 

- Lower cost Ð 2 for the 
price of 1 
- Decision &  funding 
only involves 1 dept 
 
 

 - If the couple splits, position could be 
subject to dispute 
- Some evidence indicates decreased 
productivity when academic spouses 
collaborate over the long-term (Creamer 
1999) 
- Requires complete buy-in from receiving 
dept 
- Potentially complex benefit decisions 

Partner 
willing to 
take temp 
appointment 

Faculty fellowships 
Usually 1-year 
appointments 
1-time stipend 

- More options: 
adjunct, post-doc, etc. 
- Less backlash & less 
costly 
- Allows time for fair 
evaluation   

-No guarantee of permanent employment 
-May be difficult for partner to transition 
later to a permanent position 

Partner 
willing to 
raise own 
funds 

Research or Courtesy 
appointment 
Status & service, but no 
or  lower benefits 

- Partner could serve as 
a PI on funded research 
- No cost for receiving 
dept  

- Partner assumes lesser status 
- Difficult for partner to transition later to a 
tenure-track position 
- No guarantee of permanent employment 

Partner 
seeks local 
academic 
employment 
or a job in 
the same 
field 

Relocation assistance  
Job search assistance, 
access to job postings, 
interview assistance 
e.g: Purdue, Univ. of 
WI, UC Davis, Univ. of 
IL, OR State 

-Services donÕt have to 
be limited to dual-
career couples 
- Centrally coordinated 

-Requires at least a part-time coordinator &  
collaboration with other local institutions 
& professional organizations (e.g., the 
NYAS and / or a HERC) 
- Requires a central ÒclearinghouseÓ of job 
opportunities at the university, at other 
universities, &  in the area 
- Less effective in ensuring positive 
decision by target spouse 
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